The literature on organizations is replete with ideal-type-theories. Most of them take the whole organization as their level of analysis and study the ideal organization from an objective and macro point of view (e.g. the bureaucracy). Less is known, however, about what the ideal organization might look life from the employees', micro, and subjective point of view. There are theories available about this ideal site, but most of them describe particular "spots" (e.g. motivation, satisfaction) from an objectivist point of view. Inspired by the medieval myth of the Land of Cockaigne, immortalised in Bruegel The Elder's 1567 painting, this paper presents an empirical study of the perfect workplace, according to the subjective perspective of the individual employee. Seventyseven subjects from a single organization were interviewed. The only question they were asked was "Please, imagine the perfect workplace. It can be different from any organization you may have known until now. Can you please describe how it looks?" Results suggest that most people define the ideal workplace in reference to their current organization. As such, the ideal is an improvement of the real. This suggests that, at work, people have difficulty in imagining "Big Rock Candy Mountains". The implications of the apparent prevalence of the reality principle over the pleasure principle are discussed, and their impacts for both the theory and practice of managerial psychology are presented.
2 The use in this paper of the reality and pleasure principles is only made by analogy. Psychodynamic interpretations of the psychoanalytical type are not offered. The defence or criticism of Freud and psychoanalysis is not proposed. For that matter, see for example Westen (1998) and Crews (1996 ), or Gabriel (1999 for a relation between psychoanalysis and organization. The use of these two principles in this paper is in line, for example, with Adler (1999) .
(a) The pleasure principle assumption: Given the opportunity, people will imagine perfect workplaces that differ significantly from their current situation. In other words, they will invent their own organizational Cockaignes.
(b) The reality principle assumption: Even when given the opportunity to idealise the perfect organization, people will refer back to reality.
In principle, different people may approach the challenge in different ways, with some of them following the path of the reality principle, and others letting the pleasure principle dominate their views.
METHODS
The legend of Cockaigne was not meant to invite people to think about work. On the contrary: in this dreamland, people did not have to work for a living. Even better, they were not allowed to work at all.
The research question at the base of this study was asked of 77 people working for the same company, a supermarket chain. Data were collected in the context of a larger organizational climate project. To complement a large scale survey to every employee, a number of people in every company site were selected for in-depth interviewing. The company assigned a sample of informants on the basis of geographical and hierarchical criteria. The final sample is believed to be representative of the firm's composition. 47 respondents were female and 30 were male. 21 hold some kind of supervisory position, ranging from section supervisors to general managers. Average tenure was of 6.8 years, with a minimum of 1 year and maximum of 28 years. The decision to approach a single company sample has both advantages and disadvantages. The advantages include the fact that spurious effects introduced by organizational differences are eliminated.
Consequently, because people are referring to a single organizational context, differences in reaction to diverse situations are, to a great extent, attenuated. Main disadvantages refer to the fact that results may not be transferred to other samples, and that responses will possibly be influenced by the company's cultural profile. Such a homogeneity effect has been suggested, for example, by Schneider's (1987) research on the process of attraction, selection and attrition. Considering both its advantages and disadvantages, the single-site approach was selected in order to avoid the most undesired effect for the purpose of this research: taking reference to the actual work context as a departure from reality. 
RESULTS
This section presents the results. First, a summary of the main topics of each interview is presented in Table 1 . These topics were then grouped in major categories.
The number of mentions obtained for the different categories are presented in Table 2 . Table 1 about here
As shown both in Table 1 and Table 2 , a limited number of themes emerged in most of the interviews. In terms of frequency, the most-cited characteristic of organizational Cockaigne is a good working environment, meaning good human relations or a "member-friendly" organization. This category appeared 37 times. Other categories are related to this, namely a holding environment in the sense discussed by Kahn (2001) , good colleagues or workplace harmony. The second most-cited characteristic is the salary, with 30 mentions. Two categories were mentioned 10 times (communication, supervisors), one category 9 times (work conditions and physical facilities), and two categories 8 times (emotional attachment and well-being, and organization). The 50 categories presented in Table 3 were later aggregated into five major factors: human relations and emotional well-being (H in Table 3 ), salary and performance management (S), physical space and quality issues (P) 3 , organizational factors (O), and motivation and development (M). In some cases, the correspondence between immediate categories and aggregated factors was not obvious. In these cases, interview transcripts were consulted in order to decide what factor best suited the content of the response. For example, the category collaboration could be included both in the human and organizational factors. References to collaboration, however, tended to emphasise the human side of collaboration instead of its possible structural component. As such, this category was included in the Human factor. The same procedure was used consistently throughout classification. Table 3 about here
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Aggregated results present a dominating issue in terms of the number of total frequencies: human relations and well-being with 91 references corresponding to 14 immediate categories. Motivation and development factors are distributed across a higher number of categories (17) but with a lower total frequency (52). After aggregation, salary appears as a less complex factor (4 categories) and its importance becomes mitigated in total terms: it is mentioned 34 times, less than what we see with organizational factors (37 frequencies corresponding to 9 categories). The physical environment and quality issues are less frequently cited as important for describing the perfect workplace, with 6 immediate categories accounting for a total of 21 mentions.
Aggregated results suggest that the most important elements characterising the perfect workplace are the human elements, both at the individual and collective levels.
Another relevant dimension of this research has to do with the way people responded to the challenge of imagining the perfect workplace. Due to the exploratory character of the study, no previous response categories were created. Categories emerged from data. Four types of responses surfaced that appeared to be adequate for classifying the data. They were labeled as explicit realism, implicit realism, denial and idealism, and will be described and discussed below. The most common approach corresponds to the description of the ideal workplace departing, implicitly, from the current workplace. This category is labeled the "implicit realist response", and is an adequate classification of the responses of 55 informants. The second most common approach is through a direct, explicit reference to the current workplace. This category is labeled the "explicit realist mode", and has been used by 16 respondents. Other people have simply denied the existence of such a thing as the perfect workplace. This was called the "denial response", and describes the approaches of 5 respondents.
Finally, only one informant "traveled" in the direction of Cockaigne and even so, only these responses are discussed. Frequencies for response categories are presented in Table 4 . It should be noted, before discussing the four response types obtained, that interviews were classified in one of the four categories according to the initial mode selected. For example, after negating the existence of the perfect workplace, the denial mode responses tended to be followed by some type of description that could be classified in one of the two realist types. In this case, as mentioned, the response was classified as being of the denial type. Below, the four types of responses are discussed. Table 4 about here
Explicit realism. Instead of imagining the perfect workplace, a significant number of respondents preferred to draw directly on their personal experience. Responses were classified as explicitly realist when some direct reference to the current situation was made in the description of the ideal workplace.
The rooting of the perfect organization in personal experience occurred in two ways: positive and negative. Some people took the opportunity to express their positive attitude toward the organization, while others were stimulated to express their dislike towards some aspect of the organization's functioning. In the first case, when asked to describe the perfect organization, people responded that "this company is not amongst the worst" or "I like this place. I enjoy the distribution business and the contact with customers." In the case of negative experiences, people mentioned that "The ideal organization was the one I found 13 years ago when I entered this company. Today it is a completely different place -for worse" or "Our organization is far from perfect.
Actually, it is full of imperfections."
A final remark about the explicit realist mode should be made. As one of the informants noted, "The most important characteristic of the perfect workplace would be a good working environment. It is people in the organization and only its people that can build ideal organizations."
Implicit realism. Responses were classified as implicitly realist when indirect references to the current situation were made during the description of the ideal workplace. In most descriptions, the similarity between the perfect workplace and the current workplace were noteworthy. As one informant mentioned, "When we make a Figure 1 The Land of Cockaigne, by Bruegel The Elder (1567) 
